We draw on theories of self-verification and situational strength to examine how and when core self-evaluations (CSE) predict career satisfaction. We tested our hypotheses using a time-lagged study with 139 alumni of two business schools across three measurement waves. Results showed that compared to individuals with lower CSE those with higher CSE were more satisfied with their careers because they associated more positive emotions with pursuing their career goals. However, a high degree of occupational embeddedness attenuated the indirect effect of the CSE-career satisfaction relationship through positive goal emotions and compensated for low levels of positive goal emotions. We discuss theoretical and practical implications.
INTRODUCTION
Several scholars have highlighted the need for examining the boundary conditions and explanatory mechanisms that link personality variables to subjective career success, defined as "an individuals reactions and attitudes with regard to his or her work and career" (Stumpp, Muck, H€ ulsheger, Judge, & Maier, 2010, p. 677) . Specifically, researchers have called for more studies examining mediators and moderators for the link between personality and career satisfaction, the most prominent subjective career success variable (Chang, Ferris, Johnson, Rosen, & Tan, 2012; Judge & Kammeyer-Mueller, 2007 . Understanding how and when individuals experience higher levels of career satisfaction is important not only because career satisfaction has been demonstrated to affect relevant work-related outcomes, including higher employee commitment and lower turnover intentions (Joo & Park, 2010) , increased employee performance (Trivellas, Kakkos, Blanas, & Santouridis, 2015) , and greater objective career success in the form of salary increase (Abele & Spurk, 2009 ), but also because career satisfaction is important in itself as a predictor of individual well-being (Leung, Ha Cheung, & Liu, 2011) .
Research has shown that individuals with higher core self-evaluations (CSE), who are characterised as having high self-esteem, high generalised self-efficacy, an internal locus of control, and low neuroticism (Judge, Bono, & Locke, 2000) experience higher subjective career success than those with lower CSE (e.g., Judge, Bono, Erez, & Locke, 2005; Judge, Erez, Bono, & Thoresen, 2003; Judge, Hurst, & Simon, 2009 ). Although initial evidence shows a positive relationship between CSE and career satisfaction (e.g., Stumpp et al., 2010) , little is known about how and when higher and lower CSE individuals may experience career satisfaction. Understanding the mechanisms explaining how and when CSE predicts career satisfaction is particularly important to design appropriate interventions that ensure lower CSE employees are also satisfied with their careers.
In this paper, we argue that positive goal emotions will explain how CSE predicts career satisfaction. Positive emotions that accompany goal-directed behaviour (Elliot & Sheldon, 1997; Fishbach, Shah, & Kruglanski, 2004; Louro, Pieters, & Zeelenberg, 2007; Pomaki, Maes, & ter Doest, 2004 ) may serve as a mediator of the CSE and career satisfaction relationship for two reasons. First, although the career management behaviours that individuals with higher and lower CSE adopt to achieve career satisfaction are still not well understood, career goal-related variables are considered to play a key role in explaining the relationship between CSE and career satisfaction (Judge & Kammeyer-Mueller, 2011; Stumpp et al., 2010) . Second, self-verification theory (Swann, 1983) suggests that individuals with a positive self-concept either expose themselves to situations that create positive emotions or tend to interpret similar situations from a more optimistic lens compared to individuals with a more negative selfconcept (Oreg & Bayazit, 2009) . Because an increasing amount of research has emphasised the importance of positive emotions for understanding attitudes related to careers (e.g., Lyubomirsky, King, & Diener, 2005) , we expect positive emotions that accompany goal-directed behaviour to explain how CSE will positively relate to individuals career satisfaction.
We also argue that occupational embeddedness (OE), the degree to which individuals perceive to be strongly enmeshed with their careers (Ng & Feldman, 2009) , will explain when CSE predicts career satisfaction through positive goal emotions. Specifically, we use situational strength theory (Davis-Blake & Pfeffer, 1989; Meyer, Dalal, & Hermida, 2010) to explain that individuals who are highly embedded in their occupations will be less dependent on the positive emotions related to the pursuit of their career goals for construing and interpreting their career experiences because the career environment itself provides strong positive cues (Eby, Butts, & Lockwood, 2003) . Therefore, we expect OE to moderate the direct relationship between positive goal emotions and career satisfaction, and the indirect relationship between CSE and career satisfaction via positive goal emotions such that at high degrees of OE the direct and mediation effects of positive goal emotions on career satisfaction are less salient. In short, we argue that having dispositional traits such as CSE will not be as important for career satisfaction, if companies help their employees become enmeshed in their careers. Figure 1 illustrates our conceptual model.
Our study contributes to the CSE and careers literatures in several ways. First, it advances the CSE literature by extending our understanding of the explanatory mechanisms and boundary conditions under which CSE matters (e.g., Judge & Kammeyer-Mueller, 2011) . Second, it responds to research calls for investigating the role of career goals in predicting career success variables such as career satisfaction (Greenhaus, Callanan, & Godshalk, 2010; Seibert, Kraimer, Holtom, & Pierotti, 2013) . Third, we integrate self-verification and situational strength theories to provide a more comprehensive understanding of career satisfaction by testing how individuals career satisfaction is related to the interplay of personality and the perceived context. In this respect, our study expands research on the compensatory interactions between personality and situational variables (e.g., Ng & Feldman, 2010b; Tasa, Sears 2011), suggesting that career satisfaction does not necessarily require "optimal" dispositions, but rather that contextual variables can partly compensate for lower levels of goal-related mechanisms through which the CSE-career satisfaction relationship unfolds.
THEORY AND HYPOTHESES
Self-Verification Theory, CSE and Career Success
Self-verification theory holds that individuals seek to confirm their selfconcepts in the daily events they encounter, and that this self-verification can occur through two strategies (Swann, 1983) . First, individuals tend to select or manipulate their environment to be congruent with their self-concepts. In the context of careers, individuals with higher CSE may choose jobs that are more enriching and consistent with their positive self-view (e.g., jobs with more challenges or more prestige) whereas individuals with lower CSE may select jobs that are less enriching (e.g., lower prestige, lower complexity) in line with their perceptions of themselves. In fact, empirical studies have shown that compared to people with lower CSE those with higher CSE search for more task complexity (Srivastava, Locke, Judge, & Adams, 2010) and task significance (Stumpp et al., 2010) in their jobs. Second, individuals may self-verify by interpreting reality in the environment in a biased way so that it becomes coherent to their own self-perceptions (Swann, Rentfrow, & Guinn, 2003) . For example, a person with higher CSE may experience a given situation more positively because this person may only focus on the positive aspects of a job (e.g., learning new things, meeting new people, the challenge), while a person with lower CSE may focus on the more negative aspects of a job (e.g., the job is stressful and not challenging). Judge et al. (2000) showed empirically that individuals with higher CSE perceive their jobs to be more enriching than individuals with lower CSE, even if they hold equally complex jobs. Similarly, research suggests that CSE as a whole affects career satisfaction because positive feelings of individuals about themselves may spill over into their work domain (Judge, Locke, & Durham, 1997) . Hence, we expect individuals with higher CSE to be more satisfied than those with lower CSE because they either select or interpret their environment and actions in line with their perceptions of themselves. In this study, we focus on testing the second mechanism while holding constant the first.
While previous research has demonstrated that CSE is positively related to career satisfaction (Stumpp et al., 2010) , we know little about the mechanisms through which this effect unfolds. According to a recent review of the CSE literature (Chang et al., 2012) , several studies have examined the mediating mechanisms of CSE to work outcomes such as job satisfaction, job performance, or salary, but no study has yet addressed why individuals with higher V C 2018 International Association of Applied Psychology.
CSE are more satisfied in their careers. In particular, we introduce an affectbased mechanism, which extends the more cognition-based focus of previous research linking personality and subjective career success (e.g., Judge et al., 2000 Judge et al., , 2005 .
Mediating Role of Goal-Related Emotions
To examine the self-verification processes that individuals with varying levels of CSE adopt in their career management, we focus on the appraisals of individuals career goals, defined as future-oriented representations of career outcomes that guide behaviour and personal development (Greenhaus et al., 2010; Maier & Brunstein, 2001) . In characterising personal goals, researchers typically distinguish between goal content (e.g., intrinsic/extrinsic goals), cognitive goal appraisals (e.g., goal efficacy, approach/avoidance goals), and affective goal appraisals (e.g., positive goal emotions). In this study, we examine the mediating role of positive goal emotions, which describe the positive emotions that accompany goal-directed behaviour while individuals think and engage in their goal pursuit (Fishbach et al., 2004; Little, Salmela-Aro, & Phillips, 2007; Louro et al., 2007; Pomaki et al., 2004) , for two reasons. First, personality is considered to impact work satisfaction primarily through affective processes (Judge & Larsen, 2001) . Second, since cognition and affect are intricately interlinked (Lazarus, 2005) , we would expect individuals self-verification to evoke important affective responses. Third, although goal emotions can be explicitly shaped through self-regulation training (Pekrun, Elliot, & Maier, 2009) , they are an understudied, but crucial factor in understanding work attitudes including career satisfaction (e.g., Pomaki et al., 2004) .
CSE and Positive Goal Emotions. According to self-verification theory, we expect that, compared to individuals with lower CSE, individuals with higher CSE are more likely to experience positive goal emotions for two reasons. First, individuals with higher CSE will select satisfying and enriching career paths that are congruent with their positive self-concept whereas individuals with lower CSE will select environments according to their less positive self-concept. In this respect, previous research has shown that people with higher CSE predominantly adopt "approach motivation" orientations (Ferris et al., 2013) and pursue self-concordant goals (Judge et al., 2005) , both of which are conducive to experiencing positive emotions (Pekrun et al., 2009; Sheldon et al., 2004) . Individuals with lower CSE are, on the contrary, not only less likely to adopt approach motivation and pursue self-concordant goals (Judge et al., 2005) , but are also more likely to have "avoidance orientations", which are negatively associated with job satisfaction (Ferris et al., 2013) .
Second, compared to individuals with lower CSE those with higher CSE should also be more inclined to interpret their career goals favourably and hence associate more positive emotions with these goals due to their underlying tendency to pay more attention to the positive aspects of their job environment and experiences (Judge et al., 1997) . In support of this argument, previous research has shown that individuals with higher CSE perceive their jobs to be more enriching than those with lower CSE, even if they hold equally complex jobs (Judge et al., 2000) . On the other hand, individuals lower on CSE will less likely experience positive emotions with their career goals because they will (1) less likely select situations that are conducive to such positive emotions and (2) less likely see these situations in a positive light. To hold constant the first assumption, we account for approach goals and objective career success in the form of salaries and expect that CSE will positively relate with goal emotions even when both low-and high-CSE individuals set approach goals and have the same amount of objective career success. As such, we propose:
Hypothesis 1: CSE is positively associated with positive goal emotions.
Positive Goal Emotions and Career Satisfaction. In line with selfverification theory we also postulate that, compared to individuals with lower CSE, those with higher CSE are more satisfied with their careers because they associate positive emotions with pursuing their career goals. Specifically, people who experience positive emotions while pursuing their goals are more likely to become satisfied with their careers, because positive emotions broaden ones scope of attention and cognition (Aspinwall, 1998; Fredrickson, 1998 Fredrickson, , 2001 . As a result, these individuals should be able to select themselves into more positive situations, for example by spending more time building and maintaining social relationships (Kashdan & Steger, 2006) . Broadening ones scope of attention and cognition should also increase the likelihood of finding and construing positive meaning in events, including ones career. For example, a person who experiences positive emotions while working toward her goal of being promoted to manager will be more satisfied with her career, even if her promotion has not yet materialised. Positive goal emotions also help individuals to evaluate their career attainments because the experience of positive goal emotions signals that one is encountering favourable circumstances and sufficient resources to achieve ones personal goals (Louro et al., 2007) . In this respect, empirical research has shown that individuals who associate positive emotions with the pursuit of their personal work goals are more satisfied with their jobs and have a higher sense of personal accomplishment (Pomaki et al., 2004) . Again, we hold constant the assumption that high-CSE individuals are more likely to choose approach goals than their low-CSE counterparts, and expect that positive goal emotions are positively related with career satisfaction, and mediate the positive relationship between CSE and career satisfaction, even when both low-and high-CSE individuals set approach goals and have the same amount of objective career success. Hence:
Hypothesis 2: Positive goal emotions are positively associated with career satisfaction.
Hypothesis 3: Positive goal emotions mediate the positive relationship between CSE and career satisfaction.
Moderating Role of Occupational Embeddedness
Although we expect the relationship of CSE on career satisfaction to be positive, the strength of these associations likely varies by context (Hall, 2002) . In fact, scholars have proposed that both CSE and career goals are most relevant in situations characterised by high career mobility-characteristics that are associated with "boundaryless" career environments (Greenhaus & Kossek, 2014; Judge & Kammeyer-Mueller, 2011) .
The construct of OE captures the extent to which careers are bounded by measuring the contextual and perceptual forces that tie individuals to their occupations . Occupational embeddedness is a broad construct that comprises three facets: links, fit, and sacrifices. The more links individuals have with peers in their occupations, the more their abilities and interests fit the occupational requirements and rewards, and the more benefits they would have to sacrifice when changing occupations, the greater their OE. In contrast to job and organisational embeddedness, OE refers to individuals likelihood of experiencing major transitions in their career paths that are not necessarily limited to an organisational context-for example when individuals move from one profession to another (e.g., from being a politician to a consultant). The fundamental career changes implied by inter-occupational mobility are thought to reflect best how mobile individual careers are .
In line with situational strength theory (Davis-Blake & Pfeffer, 1989; Meyer et al., 2010) , we expect contexts characterised by a high degree of structure (i.e., "strong situations") to reduce the salience of individuals self-verification processes because strong situations give individuals less leeway for both situational selection and situational interpretation. First, strong situations entail situational constraints that prevent employees from exercising their own discretion regarding decisions about which tasks to perform, as well as how and when to perform them. Such constraints can be a function of formal policies and procedures, behavioural monitoring systems and norms, close supervision, and external regulations (Davis-Blake & Pfeffer, 1989; Meyer et al., 2010 Meyer et al., , 2014 . Second, strong situations also provide clear and consistent cues that promote conformity by restricting individuals discretion in interpreting events, determining which specific attitudes have important consequences for the individual and influencing interpretations of individuals own needs, values, and expectations (Davis-Blake & Pfeffer, 1989; Salancik & Pfeffer, 1978) . Consistent with our earlier arguments, in this study we focus on the second mechanism.
Situational strength theory further suggests that the degree of strength of a particular situation derives from the entirety of situational cues, rather than individual attributes (Davis-Blake & Pfeffer, 1989; Meyer et al., 2010) . As such, the construct of OE reflects the totality of situational cues (i.e., links, fit, and sacrifices) that together convey how entrenched individuals perceive to be in their careers. Below, we therefore theorise about the overall level of OE rather than its sub-dimensions. Specifically, we argue that a high level of OE presents a strong situation in which individuals career satisfaction is determined less by individuals self-verification than their perceptions of contextual cues. This is because an individuals perceived OE reflects the desirability, ease, and susceptibility of being influenced by the social norms and peers in ones occupation. Individuals who are strongly enmeshed in their careers are more likely to have their attitudes shaped by the social norms imposed by the profession and by colleagues attitudes (e.g., Hackman, 1992; Lui, Ngo, & Tsang, 2003) .
Given that CSE is a distal trait, its contingent role on career satisfaction might be best understood through more proximal appraisals such as positive goal emotions (Chang et al., 2012) . Specifically, we propose that positive goal emotions will less strongly correlate with career satisfaction when people are more entrenched in their careers. This is because the social norms and colleague attitudes individuals perceive in their career environment provide strong positive cues (Eby et al., 2003) that lead them to select similar career experiences, irrespective of the positive emotions related to a particular goal pursuit. Individuals who are highly embedded in their occupations are also less dependent on the positive emotions related to goal pursuit for construing and interpreting their career experiences. For example, consultants who are strongly embedded in their occupations will derive career satisfaction from their colleagues and clients, their identification with the consulting profession, and the visibility and reputation they have gained in past projects rather than from the positive emotions associated with particular self-defined goals.
By contrast, the more environmental turbulence and situational ambiguity individuals face in their careers, the more useful career goals and the positive emotions associated with them are as a reference point that allows individuals to select or manipulate the design of their social environment at work, for example through job crafting (Wrzesniewski & Dutton, 2001) , and helps individuals interpret their experiences (e.g., Greenhaus & Kossek, 2014) . Hence, we hypothesise the following:
Hypothesis 4: Occupational embeddedness moderates the positive relationship between positive goal emotions and career satisfaction in a compensatory fashion, such that the relationship between positive goal emotions and career satisfaction is weaker when occupational embeddedness is high.
Implicit to Hypothesis 4 is that OE also attenuates the indirect effect of CSE on career satisfaction by restricting the relevance of positive goal emotions in understanding career satisfaction. This is in line with situational strength theory, which focuses on how attitudes are predicted by the interaction of personality and situational variables (Davis-Blake & Pfeffer, 1989) . Specifically, at high levels of OE individuals will have less leeway over selecting and construing their jobs and tasks that are consistent with their self-view and are conducive to more or less positive emotions because they are strongly influenced by colleagues attitudes in their profession, occupational norms and the relevant sacrifices they would need to give up when changing occupations. By contrast, at low levels of OE individuals have more discretion over their situational selection and interpretation, leading those with higher CSE to choose jobs and tasks that are more conducive to positive emotions and, in turn, provide a greater source of career satisfaction compared to those with lower CSE. In formal terms:
Hypothesis 5: Occupational embeddedness moderates the positive and indirect relationship between CSE and career satisfaction through positive goal emotions. Specifically, the mediation of positive goal emotions is weaker when occupational embeddedness is high.
METHOD

Sample and Procedure
To test our hypotheses, we conducted a time-lagged study with three measurement waves starting in June 2011. Consistent with previous studies (e.g., Judge et al., 2005; Maier & Brunstein, 2001 ), we administered the questionnaires each three months apart. We invited 1,100 alumni of two Spanish business schools from 39 countries to participate in the study, offering them an individual report in return. The questionnaire was written in English and all students had to take an English language test to enter the business schools, ensuring sufficient English language capabilities. In total, 349 alumni accepted our invitation to participate (32% of the alumni contacted). At Time 1, we assessed individuals CSE. Data were missing for seven participants, leaving 342 eligible respondents for the Time 2 and Time 3 questionnaires. At Time 2, we assessed individuals positive goal emotions and OE, and at Time 3, we measured career satisfaction. In total, 176 participants responded to all three surveys (a 51% follow-up response rate), of which 141 individuals had complete data on our key study variables. One individual who was unemployed at Time 3 participated in the last measurement wave and was therefore eliminated from our database. Further, to hold constant the self-selection mechanism of selfverification theory in our study, we deleted a single respondent who had set an avoidance goal, leaving a final sample of 139 participants.
We assessed attrition bias by comparing individuals that responded to all three questionnaires with those that only responded to the first measurement wave. The results showed that the missing respondents were at random, at least with respect to demographics and the variables of interest to this study (Fratios ranged from .06 to 1.30). On average, the participants in our final sample were 31 years old, and 29 per cent were female. Most of the study participants occupied a managerial position (83%) and worked full time (97%). Participants had an average work experience of 7 years and an average organisational tenure of 2.5 years.
Measures
CSE. In the first measurement wave, participants responded to the 12-item CSE scale (Judge et al., 2003) , using a 7-point Likert scale ranging from 1 (strongly disagree) to 7 (strongly agree). The scale includes items such as "When I try, I generally succeed". The items were then averaged to form an overall scale score (a 5 .84).
Positive Goal Emotions. Positive goal emotions were assessed at Time 2. First, we asked respondents to think of how they would like their personal work situation to change in the next two years. Next, respondents were asked to write down the personal career goal-defined as "objectives, projects and plans related to your job, career and occupation" (Maier & Brunstein, 2001 , p. 1036 . To hold constant the situational selection mechanism of self-verification theory, we primed respondents to set approach rather than avoidance goals (Elliot & Friedman, 2007) . Accordingly, we asked respondents to "write down the personal career goal they most wanted to achieve in the next two years". All but one participant indicated approach-oriented goals and, as indicated earlier, we eliminated this participant from our analyses. 1 We focused on a two-year time frame to capture individuals short-term career goals, which typically range from one to three years (Greenhaus et al., 2010 ). An example of mentioned career goals is "Get a manager position in the retail sector". We asked participants to indicate the positive goal emotions associated with their goal using the four-item scale of goal-related positive emotions (Pomaki et al., 2004) . A sample item is: "I feel good when I think about this goal". Participants responded on a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). We averaged the items to form an overall scale score (a 5 .84).
Occupational Embeddedness. At Time 2, we assessed individuals OE with the 14-item scale developed by Ng and Feldman (2009) . OE is a composite score consisting of three dimensions: fit, sacrifice, and links. Five items measured fit (e.g., "I fit with this occupations culture") (a 5 .84) and five items measured sacrifice (e.g., "I feel that people in this occupation respect me a lot") (a 5 .79). Response scales ranged from 1 (strongly disagree) to 5 (strongly agree). Four open ended questions measured links (e.g., "How many professional colleagues do you interact with regularly?"). The links score is a summed index and therefore has no internal consistency estimate. We standardised the item responses before combining them into their respective scales and the aggregated measure of OE. To test the factor structure of OE, we conducted a confirmatory factor analysis (CFA) with the three dimensions of OE, allowing the dimensions to correlate with each other. Because the links measure is operationalised as a count variable, it was modelled as a single-item construct. The results of the CFA indicate that the scales have a good model fit. Specifically, the v 2 value was 46.60 (df 5 42), the comparative fit index (CFI) was .99, the root mean squared error of approximation (RMSEA) was .03, and the standardised root-mean square residual (SRMR) was .05. This three-factor model fitted the data better than a one-factor model in which all the items loaded onto one factor (v 2 (44) 5 96.71, CFI 5 .90, RMSEA 5 .09, SRMR 5 .06; Dv 2 (2) 5 50.11, p < .01). This result points to the multi-dimensional nature of the construct. Accordingly, we model OE in the measurement model as a secondlevel factor and run the moderated regression models with the composite score of OE (cf. Ng & Feldman, 2009 ).
Career Satisfaction. At Time 3, respondents indicated their level of career satisfaction on a five-item scale (Greenhaus, Parasuraman, & Wormley, 1990) ranging from 1 (strongly disagree) to 5 (strongly agree). A sample item is: "I am satisfied with the success I have achieved in my career." We averaged the items to form an overall scale score (a 5 .84).
Control Variables. At Time 1, we controlled for the type of business school the participants attended (dummy variable), and for age and gender (0 5 male; 1 5 female) as these demographic variables might affect subjective career success (Ng, Eby, Sorensen, & Feldman, 2005 ). An alternative way to assess whether high-CSE individuals self-select themselves into more positive situations than their low-CSE counterparts is to look at individuals objective career success such as their salary level (see for example Judge, Cable, Boudreau, & Bretz, 1995) . Accordingly, at Time 3 we controlled for salary (measured in 22 steps from "no salary" to "more than e20,000 per month").
Confirmatory Factor Analyses. Before testing the hypotheses with the averaged scores of the study variables, we conducted a series of CFAs with Mplus to test the distinctiveness of our variables. The measurement model included four constructs: CSE, positive goal emotions, OE, and career satisfaction. OE was measured as a second-order factor, consisting of the subdimensions fit (measured with five items), sacrifice (measured with five items) and links (measured as a single-item construct, as explained above). For CSE, positive goal emotions and career satisfaction we used each item as a separate indicator of the constructs. According to Hu and Bentler (1999) , a model fits the data well when the RMSEA value is close to .06, the SRMR is close to .08 and the CFI is close to .95. The fit of the four-factor model was acceptable (v 2 (456) 5 740.04, p < .01; CFI 5 .84; RMSEA 5 .06, SRMR 5 .08), even though the CFI fell short of the criterion. The hypothesised model was superior to the alternative three-factor and one-factor models. Additionally, the hypothesised model including the second-order factor of OE had equal model fit to a model in which OE is modelled by the three separate sub-dimensions.
Data Analysis
We tested the hypothesised second stage moderation model (Edwards & Lambert, 2007) using Mplus macro codes provided by Preacher, Rucker, and Hayes (2007) . We mean-centred the independent variables and moderator variables before creating interaction terms and plotted the interactions at three values of the moderator (mean and 6 1 SD) (Cohen, Cohen, West, & Aiken, 2003) . We conducted the analyses including only those control variables that were significantly correlated with our endogenous variables (Becker, 2005) . We tested the hypotheses of our model, first by regressing career satisfaction on CSE and, second, by conducting a simple mediation analysis with positive goal emotions as a mediator. A 5,000-replication bootstrapping was used to obtain bias-corrected 95 per cent intervals for our postulated indirect effect. Third, we introduced the interaction term of positive goal emotions and OE. Finally, we carried out a series of robustness checks to test the stability of our model results. Table 1 shows the descriptive statistics and correlations of all study variables. While our measures of positive goal emotions and goal efficacy appear to have a relatively high mean and a somewhat lower standard deviation, this is consistent with Pomaki et al.s (2004) original study from where the scales are drawn. The results of our hypothesis tests are presented in Table 2 .
RESULTS
As shown in Step 1, Table 2 , CSE is positively associated with career satisfaction, holding the control variables constant (B 5 .28, p < .01; see Step 1). Supporting Hypothesis 1, our results show that CSE is indeed positively related with positive goal emotions (B 5 .15, p 5 .01). Our results also support Hypothesis 2, which predicts that positive goal emotions are positively related Step 1 Step 2 Step 3 with career satisfaction (B 5 .22, p 5 .04; see
Step 2). Consistent with Hypothesis 3, CSE partly leads to career satisfaction through positive goal emotions (B 5 .03; 95% bias-corrected bootstrap confidence interval [.003; .09]). Hypothesis 4 proposed that OE attenuates the positive relationship between positive goal emotions and career satisfaction. The results show that OE moderates the relationship between positive goal emotions and career satisfaction (B 5 2.38, p < .01; see Step 3). While positive goal emotions are positively associated with career satisfaction for individuals with low OE (B 5 .41 p < .01), the relationship becomes non-significant for those with medium (B 5 .12, p 5 .20) and high (B 5 2.18, p 5 .16) levels of OE (see also Figure 2 ). Our results thus support Hypothesis 4. Consistent with Hypothesis 5, which argued that OE attenuates the indirect effect from CSE to career satisfaction through positive goal emotions, the bootstrap confidence intervals of the conditional indirect effect analysis indicate that positive goal emotions only mediate the CSE-career satisfaction relationship at low and medium levels of OE, but not at high values of OE (see Table 3 ).
DISCUSSION
Our study provides several contributions to the CSE and careers literatures. First, our results are in line with self-verification theory (Swann, 1983) . The theory holds that people seek to confirm their self-concepts in the events they encounter by processing information in a way that fits their self-image. According to this theory, individuals with higher levels of CSE, who generally have a more positive self-concept, experience higher satisfaction compared to individuals with lower CSE because they (1) self-select themselves into situations that lead them to experience satisfaction such as choosing jobs that are more enriching (Judge et al., 2000; Srivastava et al., 2010) or goals that are congruent with their values (Judge et al., 2005) , or (2) because they interpret situations in a more positive light compared to those with lower CSE (Judge et al., 2000) . Holding the first mechanism constant across levels of CSE, our study shows that CSE affects career satisfaction, an indicator of subjective career success, because individuals with higher CSE are more likely to interpret their career goals in a positive light. Specifically, our findings highlight that individuals with higher CSE were more satisfied with their careers than those with lower CSE-even when accounting for salary level and approach-oriented goalsbecause they experienced more positive emotions related to their career goal pursuit. This complements previous research showing that individuals with higher CSE are more satisfied with their jobs not only because they choose more complex jobs (Judge et al., 2000) or have approach types of motivation and goals (Ferris et al., 2013) , but also because they perceive their goals in a more positive light.
In a related vein, by examining the mediating role of positive goal emotions our study advances an affective component of self-verification theory, which compares to a predominantly cognitive focus in previous research (Judge et al., 2000 (Judge et al., , 2005 . At the same time, by holding approach goals constant in our study design we explicitly rule out a possible cognitive mechanism that might mediate the CSE-career satisfaction relationship, and help tease apart affective and cognitive mechanisms.
This study also advances career research by examining the role of career goals in predicting career satisfaction. Although career goals are a central construct in career theorising such as career motivation theory (London, 1983) , career self-management processes (Greenhaus et al., 2010) , and career agency (Tams & Arthur, 2010) , little is known about their role in shaping individuals (Greenhaus et al., 2010; Seibert et al., 2013) . In this respect, our findings suggest that people can become more satisfied with their careers if they define career goals whose pursuit evokes positive emotions. We thus complement an increasing body of research that demonstrates the relevance of personal goals for understanding individuals work outcomes, such as job satisfaction (e.g., Judge et al., 2005; Maier & Brunstein, 2001) , performance, and organisational citizenship behaviour (Greguras & Diefendorff, 2010) . Further, we also demonstrated that affective appraisals of career goals are most important for subjective career success in ambiguous career contexts because it is in these weak situations that career goals, and the positive emotions associated with their pursuit, are important for helping individuals evaluate how their careers are advancing.
Our results also shed light on the boundary conditions of the relationship between CSE and subjective career success. Specifically, CSE predicts career satisfaction more strongly when individuals are not very enmeshed in their careers. This finding provides empirical support for Kacmar, Collins, Harris, and Judges (2009) proposition that the advantages of high CSE are maximised in environments that require individuals to independently set and pursue their goals. Although scholars have long called for testing Davis-Blake and Pfeffers (1989) contention that personality only matters in "weak" situations (e.g., Judge & Hulin, 1993) , few studies have examined the interplay of CSE and situational variables on career satisfaction. We addressed this question by integrating self-verification and situational strength theories. Specifically, we argued that strong situations provide individuals with less discretion for both situational selection and situational interpretation to self-verify their selfconcepts. Strong situations hence provide an important boundary condition to the scope of individuals self-verification processes in attaining career satisfaction. Previous research has demonstrated that self-verification processes limit peoples tendencies for self-enhancement, suggesting that individuals with higher CSE are biased positively whereas those with lower CSE are biased negatively (Oreg & Bayazit, 2009) . At the same time, the conditions under which self-verification processes are more or less salient have been less studied, especially in the careers literature.
Our results further indicated that OE positively and significantly correlated with career satisfaction. Indeed, high levels of OE represent a career situation that itself provides positive external cues for career satisfaction (Ng & Feldman, 2009) . While job and organisational embeddedness may not always be beneficial for individuals careers (Ng & Feldman, 2010a,) , individuals that are highly embedded in their occupations may be more satisfied with their careers because they are able to derive satisfaction from the financial benefits and security they would otherwise have to sacrifice , the positive evaluations of their person-occupation fit (Feldman, 2003) , and their extensive network (Eby et al., 2003) . As a result, although low OE strengthens the benefits of positive goal emotions for career satisfaction, it may also lower career satisfaction overall.
Additionally, our study responds to previous calls for better contextualising career success. With few exceptions, most research to date has focused on the main effects of individual differences without considering the interplay with situational characteristics at the organisational, occupational, or national levels (e.g., Gunz, Mayrhofer, & Tolbert, 2011) . Our study indicates that the impact of career goals and their associated emotions can be substituted by contextual variables at the occupational level. Consistent with our findings, a study among Belgian companies revealed that individuals career self-management behaviours (e.g., networking and self-nomination) are most important for understanding career satisfaction when companies provide little organisational career management (De Vos, Dewettinck, & Buyens, 2009 ). Likewise, individuals ambition values were found to be most strongly related with hierarchical status when countries cultural values do not encourage ambition-related behaviour (Holtschlag, Morales, Masuda, & Maydeu-Olivares, 2013) . Together, these studies suggest that careers do not occur in a vacuum, and that contextual variables at distinct levels of analysis may partly compensate for the influence of individuals career management processes.
Practical Implications
Our findings have several implications to organisations and employees. First, they suggest that individuals with lower CSE may mitigate less favourable career consequences by selecting themselves into more structured career paths, as shown by the compensatory effect of OE in our study. Considering that high levels of OE promote performance and creativity (Ng & Feldman, 2009 ) and help people with lower CSE become more satisfied with their careers because they reduce their dependency on positive goal emotions, companies would be well advised to promote activities that help employees build relationships with individuals in their occupational community and commitment to their professions. This may involve rewarding participation in professional associations, providing regular job rotations or mentoring to help individuals expand their internal and external network, developing transferable skills that are valued in the occupational community, and a more systematic planning and discussion of available career paths.
In volatile labour markets in which individuals face voluntary or involuntary career transitions , individuals with lower CSE may not always have the option to pursue structured career paths. In such cases, another strategy that those with lower CSE may adopt is to learn how to set career goals that are conducive to subjective career success. In this study, we showed that positive goal emotion is a key predictor of career satisfaction above and beyond other variables like salary. In this respect, career goals and the positive emotions attached to their pursuit are malleable. The affective appraisals associated with career goals are not only influenced by personality traits like CSE, but are also shaped by the extent to which goal pursuit is controllable and goal outcomes desirable (Pekrun et al., 2009) . Individuals with lower CSE can thus learn to select career goals that make their goal pursuit both more controllable and enjoyable.
As such, it might be beneficial for companies to create interventions to help employees experience positive emotions towards their goals. This could be achieved by the help of career counsellors, mentors, or coaches who could help employees either select goals that lead to positive emotions or to interpret and change their psychological mindset to view their current work goals in a more positive light. Here, companies may even adopt training interventions related to positive psychology and learned optimism (Seligman, 2006) that have been shown to be useful to improve positive psychological capital such as hope, self-efficacy, optimism, and resilience (Luthans, 2008) .
Limitations and Future Research
Our research has some limitations. First, the variables used in our study were all self-reported, raising the question of common-method bias. Considering that employees themselves have the clearest idea about their self-concept, goal appraisals, and career satisfaction, it would have been difficult to obtain accurate information with any method other than selfreport (Spector, 2006) . Future research could, however, obtain multi-source data by asking colleagues or significant others to assess individuals OE. Although we cannot completely eliminate the possibility of commonmethod bias, we aimed to minimise it by temporally separating the measurement of the independent, mediating, and dependent variables (Podsakoff, MacKenzie, & Podsakoff, 2012) .
Second, despite our time-lagged research design, we cannot infer a causal relationship between CSE, positive goal emotions, and career satisfaction. Future research could overcome this shortcoming by testing interventions that experimentally manipulate positive goal emotions. Longitudinal studies with a repeated measures design would be able to further elucidate whether individuals with higher CSE experience increases in career success over time because CSE, positive goal emotions, and career satisfaction reciprocally relate to each other, leading to an upward spiral of career success.
Third, in line with previous goal research (e.g., Louro et al., 2007; Pomaki et al., 2004) , we discussed the broad dimension of positive goal emotions and did not theorise or empirically address the role of discrete emotions, or differentiate between positive and negative emotions. Considering that previous research has emphasised the utility of distinguishing between discrete emotions (e.g., Brief & Weiss, 2002) , we encourage researchers to examine which positive goal emotions are most strongly related with career satisfaction, which careerrelated outcomes are most affected by negative emotions, and which associations are contingent on individuals OE.
Fourth, even if our study is the first to discuss mediators of the relationship between CSE and career satisfaction, we encourage other researchers to test whether CSE might affect subjective career success not only via positive goal emotions, but also via behavioural pathways, such as networking or job performance, or via cognitive goal appraisals (Judge & KammeyerMueller, 2007) . Further, it would have been interesting to examine other factors that might moderate the CSE-career satisfaction relationship and might be related with OE, such as the concept of radicalness of career change (Young & Rodgers, 1997) . In this respect, it would have been interesting to examine whether high-CSE individuals who have goals to radically change their careers or who have experienced situations that forced them to radically change their careers (e.g., having an accident that prevents the person from pursuing the current career) are more satisfied with their careers than their low-CSE counterparts. While it might have been preferable to have an additional external measure of OE, Meyer et al. (2014) argue that how individuals perceive situations (the so-called "functional" view of situations, Block & Block, 1981 ) is more appropriate for understanding the impact of situational strength than objective characteristics of situations (i.e., the "psycho-biological" view of situations).
Fifth, to further increase the generalisability of our findings we recommend researchers to replicate our study with samples that are culturally more homogenous, have lower educational levels, and include more female as well as older participants. Finally, it is possible that individuals with higher CSE are biased positively whereas those with lower CSE are biased negatively (Oreg & Bayazit, 2009 ). We would therefore encourage scholars to conduct studies using multisource ratings of career satisfaction, for example by including spouse assessments. Further, longitudinal studies may examine within-level effects of CSE on career satisfaction using multiple mediators in a serial manner to both examine how these mediators relate with each other and to provide a further expanded tests of selfverification theory.
In conclusion, our research shows the importance of understanding the interplay of personality traits, career goal-related variables, and situational variables in obtaining a more comprehensive understanding of subjective career success. We hope that this study encourages researchers to further examine the contextual nature of subjective career success and investigate how situational variables may either compensate for or magnify specific levels of goal-related mechanisms through which the CSE-career satisfaction relationships unfolds.
